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1. Purpose, 7o provide infeormaticn about the Federsl Labor
Management Relations Program.

2. Background. References (a), (b}, and (¢} provide statutory
and regulatory information on this subject. These references are
available for geview in the Human Resources Office (HRQ). This
instruetion provides operating information te HRO Hew Orleans
serviced commands and labor organizations. It also serves as
netice for appropriate bargaining purposes as specified in
applicable labor agreespents,

3. Ipformation

- a. Emplovee Rights, Per referenca (a), each employes has
the xight o form, join, or assist any labor organizaticon or to
refrain from any such activity, freely and without Ffear of
penalty or reprisal, and sach employee is protected in the
exercizse of such right. Except as otherwise provided, =uch
rights include the right:

{1} to act for a lakbor organization in the capacity of a
representative, and the right, in that capacity, to present the
views of the labor organization to the head of the astivity and
other officials of the Executive Branch of the Government, the
Congress, of other appropriate authorities; andg

{2) to engage in e¢ollective bargaining with respect to

conditions of employment through representatives appropriately
chosen by omployvess,

b. Management Rights. Management retains the awvtheority:
(1} to determine the missjion, budget, organiszaticn,
nupber of employvees, and internal =security practices of the
Department of the Havy (DON} and itz subordinate activities; and
{2) in accordance with applicakle laws,

(a) to hire, asslgn, direct, layoff, and retain
employees in DON, or to suspend, remove, reduce in grade or pay,
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or to take other disciplinary actien against such Gmployess -

{F} to assign work, to make determinations with
respect to contracting out, and to deterwine the personnel by
which the Navyrs cperations shall be condected ;

{c} with reaﬁect to £illing pezitions, to make
selections for appointments fraop

_ 1l among properly ranked anpd certified candidate:
for premotion; or

2 any other zppropriate source; and

(d) to take whatever actions may he necessary +to
carry cut the pission of the Havy during emergencies,

©. Upion Rights. & labor organization which has been
accorded exclusive recognition is the exclusive representative &
the empleovees in the unit i+ representg and is entitled to act
for and negotiate collective bargaining agreemsnts covering all
emplovees in the unit. An edclusive representative is=
responsible for representing the interests of all. employees in
the unit it represénts withaut discrimination and withoot regard

d. Bilaters) Partnerships, Referepnces (bl and () encouray
the develcpment of concensuzl labor-management relations
srranjements. The porpose of these "partnerships" iz tp activel
seek the involvement of employees and their reprasentatives in
improving the effectiveness of the organizations in which they
serva. Partnerghip arrangements must be mutnally agreed upon by
Danagement and lakor and sheuld not be undertaken withen:
training of both parties in alternative dispute resolutian,
interest based bargaining, and similar skills hecezgary to work
together as partnars, .

4. Responsibilities. Managers and supervisors must be aware of
their responsibilities in four key areag that impact labor-
management relations.

a. Coll ive Ba in Agreement. Managers ana
sUupervisors must Know the provisions of the collective bargainine
agreemant, how to interpret angd 2pply the agreement cerrectly in
the work envircnment, and hew to enforce the provisions
censistent with management s interpretation ang Previous
application, The agreement should be consulted before making a
decision. If a dispute ariceg with an emplovee over the
interpretation of the aoreasmemt 4the oooan oot OE OV . - .
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carry Ul management’s dirsction and grieve the isswe at a later
time.

b. Workplace Changes. If ah intended chahge will alter
bargaining unit employees’ working conditions or change a rule
that applies to them, the upion nost ke notified of the intended
change before it is put into effect unless clreupstances preciuds
prior notice. In such cases, which should be rare, the union
ghould be notified as soon as practicable,

¢, Mepbings with Employvees. If direct comnuniecation with
employees on other than rontine, work related matters is being
contenplated, the union may have a right to be present and take
an active role. These situations generally ococur when there is s
formal discussion (e.q4., about working conditions, rules or
policies) or an investigatery meeting [(usually about a matter
that could lead to dizeipline) with bargaining unit employees.
Managers and supervisors are obligated to provide the unicn
advance notice of, and permit union representation at, formal
discussicns with employees. Collective bargaining agreements
usually addrezs employees’ right to representation durxing an
investigatory meeting. Basigally, an employee is entitled to
representation (1) if he/she reascnably bellaves disciplinary
action may result, and (2] hefshe reguests representation.
Managers and supervisors must familiarize themselwves with
applicable agreement language. (Sesa paragraph 5.d below).

d. Grievances. The purpose of the grisvance procedurs is &
provide an orderly and acceptable framework for resolving
disputes. Generally, grievances f£zll in either of two
categories: collective bargaining agreement interpretation
grievances, or maktters of dissatisfaction (i.e., issuec related
to personnel policies and their application, working conditions).
Tha managey’s or supervigorfs role is to make an cbjactive
determination of whether the grievance iz valid and, if seo, to
deternine what steps should be taken to correct the matter, If
the matter is not resolved through the grievance process, Federal
sollective bargaining agreements provide for redress through
third party arbitration. In addition to grievances, a union may
file an Unfair Labor Practica (ULPF). & ULP alleges a viclaticn
of the Federal Lakor Relations Statute, usually that wmanagement
has abridged the empleyes or union rights discussed above. ULEs
are investigated and resoclved by the Federal Labor Relations
Authority (FIRA), whosa decisions are hinding on Federal
agencies.

5. Ackion, The fellowing actions must he coordinated through
the HRO Labor and Employse Relaticns Divisien, (B04) 361-3556 or
ND5SH ARlR=DELD g s
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&. hegotiation and submizsion of collective bargaining
agresnents for befense Civiilian Personnel Management Service
(DCPME) approval pricr to implementation;

b. notification to DCPME of arpitration awards, ULPs bafor

the FLRA, and impasse proceadings before the Federal Jervice
Impasses Panel;

C. TIepresentation elections apd changes in the status of ar
crganization granted axcinsive Tecognition rights: and

d. preparstion and isguance of the anouel notice to
emplovess regarding their representation rights durine
investigatory interviews.
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